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Abstract: The quality of education offered by the tertiary institutions in Nigeria in recent times has critically degenerated. 
Unfortunately, this has led to the unprecedented rise in the poor quality of Nigerian graduates which contributes to the very 
alarming high rate of unemployment in the country. This article therefore examines the relationship between total quality 
management (TQM), employee commitment and competitive advantage among tertiary institutions in Lagos State with a 
particular focus on the University of Lagos, using a survey research design with a random selection of 350 respondents from 
a population of 2047 staff strength across the 11 faculties in the university. The data used for this article were derived from 
a systematic review of the relevant literature and a structured questionnaire. The data obtained from the questionnaire was 
subjected to descriptive and inferential statistics. The result showed that the adoption of total quality management practices 
and employee commitment significantly affects competitive advantage. The findings suggest that proper adoption of TQM 
practices coupled with employee commitment will guarantee competitive advantage outcomes measured in terms of increase 
in revenue, customer satisfaction and employee satisfaction. TQM and employee commitment through its principles can 
successfully contribute to enhanced organizational performance and dynamic competitiveness.
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1. Introduction
Over the years, it has become very essential for 
organizations all over the world to continuously 
monitor its business environment due to its dynamic 
nature and then strive to adapt to the changes. To 
cope with these global changes, tertiary institutions 
seek for different methods to outshine the local 
institutions and compete with the international 
institutions and one of such ways is integrating 
quality into their educational system. To this respect, 
attention has shifted to the concept of Total Quality 
Management (TQM). TQM is a philosophy that 
talks about the continuous effort of all the employees 
in an organization to ensure thorough quality 
products and services and to guarantee customer 
satisfaction. The success of every organization 
greatly lies on the commitment of its employees. For 
an organization to rise to the peak, the employees 
need to be wholly committed to the achievement 
of the objectives. Employee commitment is the 
devotion that an employee has to its organization. 
Ogini (2020) defined employee commitment as the 
psychological attachment employees shows towards 
their workplace.
Human resources are the greatest asset in an 
organization and can be the source of competitive 
advantage in an organization. Employee commitment 
is a key determinant to an organization’s performance 
because high levels of employee commitment 
to organizational goal will achieve a higher 
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organizational performance. The objective of every 
organization is to develop a sustainable competitive 
advantage that will promote continuous growth and 
expansion. More so, the increase in globalization has 
equally increased the level of competition between 
organizations and this has led to the formulation 
of competitive strategies by organizations to 
distinguish itself from others. Competitive 
advantage is the superiority that an organization 
has over other similar organizations. Quality 
can be a major source of competitive advantage 
(Economou & Chatzikonstantinou, 2009) but the 
achievement of this objective greatly lies upon the 
human resources of the organization. The employees 
are majorly responsible for implementing total 
quality management practices which can guarantee 
competitive advantage. Hence, this is the reason 
why the adoption of TQM practices with the help of 
committed employees in its implementation seems 
an effective approach for an organization to achieve 
the objective of prevailing over its competitors.
1.1. Statement of problem
From earlier reviewed literature, the quality of 
higher education in the Nigerian tertiary institutions 
in the seventies could be compared with the type of 
education offered by top world higher institutions. 
However, in recent times, the quality of education 
offered by Nigerian tertiary institutions has critically 
degenerated (Moja, 2000). Hence, there is an 
unprecedented rise in the poor quality of Nigerian 
graduates which results in the very alarming high 
rate of unemployment in the country. To make things 
worse, most Nigerian students in pursuit of a degree 
would not give a second thought to choosing home 
based tertiary institutions when provided with the 
option of going to tertiary institutions overseas. This is 
due to the decline in the quality of education provided 
by the home based institutions. Students, parents and 
sponsors in recent times have also become more 
conscious of their right to demand good value for the 
money and time spent in getting quality education 
thus, the need for tertiary institutions to provide 
quality education. In addition, organizations such 
as the World Bank, United Nations and UNESCO 
emphasize on the important role of education in the 
world’s economic development, the development of 
“a knowledge based society” (Ganguly, 2015).
Quality education contributes to overall development 
in the economy and tertiary institutions all over 
the world strive to be the best facilitator of quality 
education. However, with the intensity of global 
competition and as tertiary institutions fightfor 
competitive advantage, the question of what 
strategy a tertiary institution can use to outperform 
its competitors both locally and internationally 
is asked. Quality has always been one of the key 
strategic choices available and the adoption of TQM 
practices seems one of the ways out to achieve 
sustainable competitive advantage. However, it is 
worthy of note that the implementation of TQM 
practices in an organization is in the hands of its 
employees. Therefore, an organization that can boast 
of committed employees has a greater tendency of 
higher productivity which can lead to competitive 
advantage.
1.2. The objectives of the study
1. examine the effect of the adoption of total quality 
management practices on employee commitment
2. examine the significant effect of employee 
commitment on competitive advantage
3. investigate how the adoption of total quality 
management practices affect competitive 
advantage
4. determine the effect of the adoption of total 
quality management practices and employee 
commitment on competitive advantage
1.3. Research questions and Hypotheses of 
the study
1. How does the adoption of total quality 
management practices significantly affect 
employee commitment?
2. What is the significant effect of employee 
commitment on competitive advantage?
3. How does the adoption of total quality 
management practices significantly affect 
competitive advantage?
4. How does the adoption of total quality 
management practices and employee commitment 
significantly affect competitive advantage?
1.4. Research Hypotheses
H0: Adoption of total quality management 
practices does not significantly affect employee 
commitment.
H0: There is no significant effect of employee 
commitment on competitive advantage.
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H0: There is no significant effect of the adoption 
of total quality management practices on 
competitive advantage.
H0: Adoption of total quality management practices 
and employee commitment does not have any 
significant effect on competitive advantage.
2. Literature review
2.1. European Foundation for Quality 
Management (EFQM) Model
Different models have been developed such as the 
European Foundation for Quality Management 
(EFQM Model) to steer organisations towards Total 
Quality Management (TQM). The Total Quality 
Management (TQM) concept is based on the EFQM 
model. The model is based on the assumption 
that organizations should channel all its activities 
to sustain continuous improvement which is the 
concept of TQM. The new EFQM model consists 
of seven criteria (as shown in Figure 1) namely: 
Purpose, vision and strategy,Organisational culture 
and leadership,Engaging stakeholders, Creating 
sustainable value, Driving performance and 
transformation, Stakeholder perception, Strategic 
and operational performance (EFQM, 2020).
2.2. Total quality management
TQM has been broadly defined by so many 
researchers. It was simply defined by Farooq et al. 
(2007) as an art of organizing the whole to achieve 
excellence. Addae-Korankye (2013) in his own view 
added that “TQM is a quest for excellence that ensures 
the right attitudes and controls are put in place to 
prevent defects and to achieve customer satisfaction 
through intense effectiveness and efficiency”. 
According to Ngambi & Nkemkiafu (2015), TQM is 
a “concept based on continuous improvement in the 
performance of processes in an organization and in 
the quality of the products and services that are the 
outputs of those processes”. From these definitions, 
TQM can be deduced as a theory that ensures 
customer satisfaction by providing quality through 
the continual efforts and involvement of everyone 
in the organization. There are principles that revolve 
around TQM as reviewed in different literature. 
Based on this, some of these principles will be 
discussed below to give a general background on the 
nature of total quality management (Figure 2).
Customer focus emphasizes that organizations 
should provide services that satisfies their 
customers. Hence, who are the customers in higher 
education institutions? Harvard University defined 
its customers as “as one to whom we provide 
information or service”. Customers here are of two 
types, the internal and the external. The external 
customers are the students, parents, sponsors, 
employers and society at large while the workers 
in the organization (Ali & Shastri, 2010). Although 
in TQM, the emphasis is on the external customers, 
however the internal customers should equally be 
made happy (Najafabadi et al., 2008). Ray et al. 
(2016) affirms this by saying that the requirements of 
the internal customer should firstly be satisfied. This 
will motivate them to provide fulfilling services to 
the external customers as satisfied internal customers 
equals to satisfied external customers.
Continuous Improvement focuses on improving all 
the factors relating to the production of goods and 
services on an ongoing basis (Stevenson, 2012). To 
meet up with the demands of the customers and to 
survive in an ever growing market, an organization 
must continuously improve its processes and 
methodologies to achieve a greater quality of its 
products. Ray et al (2016) notes that continuous 
improvement is necessary in order to be above 
the challenges that might be brought up by the 
competition and to always satisfy the customer.
Team approach stresses the use of teams to solve 
problems, creating synergy and promoting the spirit 
of cooperation among employees to achieve the goal 
of an organization. The Japanese understood this 
philosophy well and excelled as a result of making 
use of it. According to Adediran & Adediran (2008), 
an effective and efficient creation of goods and 
services in an organization depends extensively on 
a well-organized and arranged team. This goes on 
to say that without effective teamwork, achieving 
quality in an organization cannot be possible.
Top management commitment is supreme in 
the adoption and implementation of total quality 
management (Alamutu et al., 2012) since they 
are entrusted with the role of coaching the other 
employees on the importance of TQM. According 
to Mehra et al. (2001), top management provides 
leadership needs and gives their approval for training 
demands and most organizational changes.
Employee involvement entails empowering 
employees to make decisions through responsibilities 
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that will help in solving problems that will help 
organizations achieve their goals. In order to achieve 
proper implementation of TQM, every employee 
in the organization must be actively involved. 
Employees are motivated when they are given the 
authority and responsibility for improvements. This 
allows them to make decisions and proffer necessary 
solutions to problems (Stevenson, 2012).
Training prepares employees with the needed skills 
and techniques which will enable them improve 
quality in the production process. To achieve a 
successful TQM implementation, constant training 
programs should be put in place to continuously 
improve quality. With proper and effective training, 
employees will have adequate knowledge of the 
industry and structure of the organization. This will 
in turn increase their motivation to work, overall 
performance and loyalty to the organization. In 
addition, they will be able to provide quality services 
which will increase customer satisfaction and reduce 
complaints (Sadikoglu & Olcay, 2014).
Competitive benchmarking entails finding out 
organizations that are the best in their fields and 
carefully observing and learning their methods in 
Figure 1. The structure of the new EFQM model. 
Source: Adapted according to EFQM (2020). Retrieved from www.efqm.org.
Figure 2. Total Quality Management principles.
Source: Adapted from Talib & Rahman (2012).
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order to improve its mode of operations (Stevenson, 
2012). Here, the organization measures its 
performance against its competitors by concentrating 
on some selected industry measures. According 
to Camp (1993), benchmarking is a form of self-
appraisal and self-advancement that involves an 
organization comparing its performance with 
its competitors for the purpose of identifying its 
strengths and weaknesses.
2.3. Employee commitment
Employee commitment according to Ongori (2007) 
is the degree of affection or devotion an employee 
feels towards the organization. To Zheng (2010), 
it simply means the attitude of an employee to his 
organization. Employee commitment means when 
employees devote their energy into executing their 
duties, which stems from a sense of obligation to 
the organization. Employee commitment has been 
believed to predict the performance of workers which 
in turn determine the success of an organization 
(Zheng, 2010). Research has found out that several 
factors induces employee commitment. Some of 
these factors can be compensation, job enrichment, 
employee empowerment (Ongori, 2007), continuous 
training and development, job security to mention a 
few. In some studies, employee commitment is used 
synonymously with organizational commitment. 
Committed employees are more likely to remain in 
an organization, hence employee commitment is of 
great importance to an organization because it will 
reduce absenteeism and turnover as well as improve 
organizational performance as a whole (Dixit & 
Bhati, 2012).
2.4. Concept of competitive advantage
Competitive advantage is the edge that an 
organization has over its competitors when it 
develops or acquires attributes that makes it to 
outperform them (Wang, 2014). An organization 
can boast of competitive advantage when it is 
able to distinguish itself from its competitors 
through its unique capabilities. An organization 
has to develop strategies that will give it an edge 
over its competitors in order to have a competitive 
advantage. In developing a competitive advantage, 
an organization must be able to identify its 
strengths and weaknesses by understanding the 
operating forces in the business environment as 
identified by Michael Porter. These forces are the 
threat of new entry, bargaining power of suppliers, 
bargaining power of buyers, threats of substitute 
products and competition in the industry (Porter, 
2008). According to Porter, entry of new firms into 
the market with similar products poses a threat to 
the existing firms. The ability of other firms in the 
industry to replicate or substitute the products or 
services of a firm is also a threat. Furthermore, the 
more suppliers a firm has in the industry, the more 
power it has over them. However, if the suppliers 
are few, the firm is at a disadvantage because they 
tend to determine the prices. In addition, the more 
the customers of a firm, the less power they have to 
determine prices, hence beneficial for the firm.
The other approach to competitive advantage is the 
resource-based view. These resources are the physical 
and non-physical assets which an organization 
possesses. Resources are very crucial and dependent 
on the smooth operations of an organization. 
However, what is imperative is how these resources 
are being used effectively and efficiently. If the 
resources of an organization are managed properly, 
it can lead to competitive advantage. Competitive 
advantage according to Al-Rfou (2012) is the ability 
of an organization to outperform its competitors by 
effectively producing goods or services more than 
they do. For an organization to attain competitive 
advantage, one or a mix of the three approaches 
can be used: differentiation, cost leadership, or 
focus (Porter, 1980). Daft (1991) as cited in Addae-
Korankye (2013) opines that it is very possible 
that organizations that have adopted total quality 
management use the above mentioned strategies. 
When the quality of products and services are 
improved, manufacturing costs are reduced. This 
is cost leadership and it leads to higher profits and 
returns. In addition, the firm will be able to command 
premium prices as a result of the uniqueness of their 
product (differentiation).
2.5. TQM, Employee Commitment and 
Competitive advantage
The level of competition among firms has been 
increased due to globalization and transnationalism 
of firms and one out of the many strategies for 
achieving competitive advantage in organizations 
around the worlds is providing a higher quality 
service around the world. Customers demand 
for quality products and this has inspired many 
organizations to produce quality products to 
gain ground in the market place (Kruger, 2001). 
Customers no longer consider price as a motivator 
in buying products or services. Presently quality 
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has become one of the yardsticks used to measure 
organizations and products compete in terms of 
their quality in the market place. A study conducted 
by Lamptey (2009) showed that so many Ghanaian 
organisations are wearing out and below standard 
due to their retrogression in quality management. 
This is because majority of these organizations 
most especially the service ones do not treat 
their customers right forgetting that in this era 
of globalization, customers have the power to 
make or mar an organization. In addition, getting 
quality employees is very imperative but the huge 
cost involved in the training and development has 
made majority of these organisations neglect it. 
This however can lead to the provision of inferior 
services, therefore, to attain competitive advantage 
in organisations, quality should take precedence 
(Addae-Korankye, 2013). In addition, having 
quality and committed employees in an organization 
is beneficial to the organizational performance. 
This is because committed employees are always 
excited to identify with the organization, believe 
in its goals and puts its interest at heart (George & 
Jones, 1996).
Total quality management approaches are being 
embraced by organizations to improve quality, 
increase productivity, increase customer satisfaction 
and improve organizational performance. This has 
made many organizations to adopt and implement 
TQM strategies to counter the current global 
competition. Total quality management is one of 
the strategies used in maximizing the competitive 
nature of firms by focusing on employee 
involvement, and continuous improvement in the 
quality of products and services and customer 
satisfaction (Gaspersz, 2005). There have been a 
large number of studies that have acknowledged 
the fact that total quality management has a positive 
impact on an organization’s financial and overall 
performance. Hence, it is important to appreciate 
the vital role TQM plays in giving an organization 
a competitive edge (Kruger, 2001).
3. Methodology
3.1. Research Design
This study was conducted using the survey research 
design. The academic and non-academic staff 
across the faculties in the University of Lagos 
constituted the population for this research. The 
University is composed of 11 faculties and they are 
art, basic medical sciences, clinical sciences, dental 
sciences, education, engineering, environmental 
sciences, law, management sciences, sciences, 
social sciences. The number of employees in each 
faculty was obtained from the human resource 
department of the university and as at the time of 
carrying this study, there was one thousand, four 
hundred and ninety-two (1492) academic and five 
hundred and fifty-five (555) non-academic staff 
across the faculties in the University.
3.2. Sampling technique and Instrument
A sample size of 335 using the Taro Yemane (1967)
formula was drawn out of the population. The 
study made use of multistage sampling technique. 
Stratified technique was used to ensure that every 
faculty in the university is represented in the sample 
chosen in proportion to their population. Hence for 
each of the faculty, simple random sampling was 
applied on proportionate basis to determine the 
required sample size in each faculty and the sample 
size was calculated using the stratified method 
thus: the population of employees in each faculty 
was obtained and respondents were selected from 
each faculty based on the population of each faculty 
in relation to the determined sample size. The 
questions for the study were adapted by making 
use of the variables - total quality management 
practices, employee commitment and competitive 
advantage. The instrument was pilot tested with 
40 respondents and a Cronbach’s alpha coefficient 
of 0.879 was gotten. Three hundred and thirty five 
questionnaires were administered but only 290 was 
returned which was approximately 87%.
3.3. Data collection method
In collecting the data for this study being 
quantitative, a close ended questionnaire was used 
for the study. This choice is influenced by the fact 
that it enables the researcher to cover a large sample 
with dependable and reliable result (Kothari, 2004), 
guarantees higher response rate and because it is 
self-administered. Self-administered questionnaires 
are normally completed by the respondents 
(Saunders et al., 2011). Other reasons why closed 
ended questionnaires was chosen is due to the 
constraints of time, rigors of analysis and high cost 
of administration posed by other instruments.
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4. Results and discussion of findings
4.1. Socio-Demographic Characteristics of 
the Respondents
Socio-Demographic 
Characteristics
Frequency 
(N=290) Percent
Gender
Male 165 56.9
Female 125 43.1
Total 290 100
Age (Years)
Less than 20 years 0 0
21-30 years 98 33.8
31-40 years 101 34.8
41-60 years 84 29.0
60 years and above 7 2.4
Total 290 100
Marital Status
Single 105 36.2
Married 145 50.0
Divorced/Separated 33 11.4
Widow/Widower 7 2.4
Total 290 100
Highest Educational Qualification
NCE, ND or equivalent 27 9.3
HND, B.Sc. or equivalent 96 33.1
M.Sc./MBA 129 44.5
PhD 38 13.1
Total 290 100
Faculty
Art 36 12.4
Basic Medical Sciences 11 3.8
Clinical Sciences 26 9.0
Dental Sciences 10 3.4
Education 33 11.4
Engineering 36 12.4
Environmental Sciences 22 7.6
Law 13 4.5
Management Sciences 30 10.3
Sciences 46 15.9
Social sciences 27 9.3
Total 290 100
Staff Designation
Academic 158 54.5
Non-Academic 132 45.5
Total 290 100
Employee Cadre
Senior Staff 220 75.9
Junior level staff 70 24.1
Total 290 100
Length of Service
Below 5 years 70 24.1
5-10 years 104 35.9
11-15 years 64 22.1
16 years & above 52 17.9
Total 290 100
Source: Survey, 2018.
4.2. Test of Research Hypotheses
The hypotheses stated in this study were tested 
against the statistical table value to form the basis 
of accepting or rejecting the null hypotheses using 
simple and multiple regression analysis at 0.05 
level of significance so as to determine whether the 
outcome of the study will lead to the rejection of the 
null hypothesis. The simple regression was used for 
hypotheses 1 to 3 while the multiple regression was 
used for hypothesis 4.
4.2.1. Hypothesis 1
H0: Adoption of total quality management practices 
does not significantly affect employee commitment.
Model Summarya
Model R R Square
Adjusted 
R Square
Std. Error of 
the Estimate
Durbin-
Watson
1 0.594b 0.353 0.348 4.76960 1.692
a Dependent Variable: Employee_Commitment.
b Predictors: (Constant), Total_Quality_Management_Practices.
ANOVAa
Sum of 
Squares Df
Mean 
Square F Sig.
Regression
Residual
Total
659.055
7843.290
8502.345
1
288
289
659.055
27.234
24.200 0.000b
a Dependent Variable: Employee_Commitment.
b Predictors: (Constant), Total_Quality_Management_Practices.
Coefficientsa
Model
Unstandardized 
coefficients
Standardized 
coefficients
T SigB Std. Error Beta
(Constant) 33.434 2.288 0.278 14.614 0.000
TQMP 0.327 0.006 4.919 0.000
a Dependent Variable: Employee_Committment.
TQMP: Total_Quality_Management_Practices.
In order to test the above stated null hypothesis, 
simple regression coefficient was used. The r2 value 
of 7.8% explains the proportion of the total variation 
in employee commitment that is attributed to 
variation in total quality management. The adjusted 
r2 value of 7.4% shows the actual variation in the 
university’s employee commitment as a result of 
changes in its total quality management. From the 
ANOVA table, since the p-value is 0.000 which is 
less than 0.05, this implies that the test is statistically 
significant. Hence, the null hypothesis is rejected 
and it can therefore be concluded that the adoption 
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of total quality management practices significantly 
affects employee commitment. The coefficient table 
also shows that where total quality management 
practices do not exist, employee commitment is 
33.434. Also, for every unit increase in total quality 
management practices, employee commitment will 
increase marginally by 0.327.
4.2.2. Hypothesis 2
H0: There is no significant effect of employee 
commitment on competitive advantage.
Model Summarya
Model R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
Durbin-
Watson
1 0.503b 0.253 0.250 5.11591 1.600
a Dependent Variable: Competitive Advantage.
b Predictors: (Constant), Employee Commitment.
ANOVAa
Model
Sum of 
Squares Df
Mean 
Square F Sig.
Regression 2551.918 1 2551.918 97.504 0.000b
Residual 7537.686 288 26.173
Total 10089.603 289
a Dependent Variable: Competitive Advantage.
b Predictors: (Constant), Employee Commitment.
Coefficientsa
Model
Unstandardized 
Coefficients
Standardized 
Coefficients
t Sig.B
Std. 
Error Beta
(Constant) 12.832 2.492 5.149 0.000
Employee 
Commitment 0.548 0.055 0.503 9.874 0.000
a. Dependent Variable: Competitive Advantage.
The coefficient of determination r2 value of 25.3% 
explains the proportion of the total variation in 
competitive advantage that is attributed to variation in 
employee commitment. The adjusted r2 value of 25% 
shows the actual variation in competitive advantage 
as a result of changes in employee commitment. From 
the ANOVA table, since the p-value is 0.000 which is 
less than 0.05, this implies that the test is statistically 
significant. Hence, the null hypothesis is rejected and 
it can therefore be concluded that there is significant 
effect of employee commitment on competitive 
advantage. The coefficient table also shows that where 
employee commitment does not exist, employee 
commitment is 12.832. Also, for every unit increase 
in employee commitment, competitive advantage will 
increase marginally by 0.548.
4.2.3. Hypothesis 3
H0: There is no significant effect of the adoption of 
total quality management practices on competitive 
advantage.
Model Summarya
Model R R Square
Adjusted R 
Square
Std. Error of 
the Estimate
Durbin-
Watson
1 0.444b 0.197 0.194 5.30436 1.546
a Dependent Variable: Competitive_Advantage.
b Predictors: (Constant), Total_Quality_Management_Practices.
ANOVAa
Model
Sum of 
Squares Df
Mean 
Square F Sig.
Regression 1986.376 1 1986.376 70.599 0.000b
Residual 8103.227 288 28.136
Total 10089.603 289
a Dependent Variable: Competitive_Advantage.
b Predictors: (Constant), Total_Quality_Management_Practices.
Coefficientsa
Model
Unstandardized 
Coefficients
Standardized 
Coefficients
T Sig.B
Std. 
Error Beta
(Constant) 17.897 2.325 7.696 0.000
Total_Quality_
Management_
Practices
0.567 0.068 0.444 8.402 0.000
a Dependent Variable: Competitive_Advantage. 
The coefficient of determination r2 value of 19.7% 
explains the proportion of the total variation in 
competitive advantage that is attributed to variation 
in total quality management. The adjusted r2 value 
of 19.4% shows the actual variation in competitive 
advantage as a result of changes in total quality 
management. From the ANOVA table, since the 
p-value is 0.000 which is less than 0.05, this implies 
that the test is statistically significant. Hence, the 
null hypothesis is rejected and it can therefore be 
concluded that there is significant effect of the 
adoption of total quality management practices 
on competitive advantage. The coefficient table 
also shows that where total quality management 
practices does not exist, competitive advantage is 
17.897. Also, for every unit increase in total quality 
management practices, competitive advantage will 
increase marginally by 0.567.
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4.2.4. Hypothesis 4
H0: Adoption of total quality management practices 
and employee commitment does not have any 
significant effect on competitive advantage.
Model Summarya
Model R
R 
Square
Adjusted R 
Square
Std. Error of 
the Estimate
Durbin-
Watson
1 0.594b 0.353 0.348 4.76960 1.692
a Dependent Variable: Competitive_Advantage.
b Predictors: (Constant), Employee_Commitment, Total_Quality_
Management_Practices.
ANOVAa
Model
Sum of 
Squares Df
Mean 
Square F Sig.
Regression 3560.617 2 1780.308 78.258 0.000b
Residual 6528.987 287 22.749
Total 10089.603 289
a Dependent Variable: Competitive_Advantage.
b Predictors: (Constant), Employee_Commitment, Total_Quality_
Management_Practices.
Coefficientsa
Model
US. 
coefficients S. coeff.
T Sig
Collinearity 
Statistics
B
Std. 
Error Beta Tolerance VIF
(Constant) 2.918 2.759 1.058 0.291
TQMP 0.421 0.063 0.329 6.659 0.000 0.922 1.084
EC 0.448 0.054 0.411 8.319 0.000 0.922 1.084
Dependent Variable: Employee_Committment.
US: Unstandarized; S: Standarized.
TQMP: Total_Quality_Management_Practices.
EC: Employee_Commitment.
The r2 value of 35.3% explains the proportion of 
the total variation in competitive advantage that is 
attributed to variation in total quality management 
and employee commitment. The adjusted r2 value 
of 34.8% shows the actual variation in competitive 
advantage as a result of interactions of total quality 
management and employee commitment. From 
the ANOVA table, since the p-value is 0.000 
which is less than 0.05, this implies that the test is 
statistically significant. Hence, the null hypothesis is 
rejected and it can therefore be concluded that the 
adoption of total quality management practices and 
employee commitment does have significant effect 
on competitive advantage. The coefficient table 
also shows that where total quality management 
practices and employee commitment does not exist, 
competitive advantage is 2.918. Also, for every 
unit increase in total quality management practices, 
competitive advantage will increase marginally 
by 0.421. For every unit increase in total quality 
management practices, competitive advantage will 
increase marginally by 0.448.
4.3. Sobel Test
The aim of the Sobel (1982) test in this study was 
to thoroughly confirm the significance and effect 
of the mediating variable on the independent and 
dependent variable. The Sobel (1982) test for this 
analysis was calculated using the Sobel calculator 
by Preacher and Leonardelli (2018) and the result 
showed the p-value to be 0.00000915 which is less 
than 0.05. This implies that the test is significant.
4.4. Discussion of findings
The result of the analysis showed that the adoption of 
total quality management practices in an institution 
significantly affects employee commitment, as 
the result shows the acceptance of the alternative 
hypothesis as against the null given the p-value of 
0.00 which is less than the significant value of 0.05. 
This finding is in consistent with the findings of 
several authors, one of which is Allen and Brady 
(1997) who suggested that the commencement of total 
quality management programs in organization has a 
positive influence on the employee’s commitment. 
Karia and Asaari (2006) also revealed that total 
quality management practices such as employee 
empowerment, continuous improvement and so 
on significantly affect organizational commitment. 
The result of the analysis also revealed that there 
is a significant effect of employee commitment on 
the competitive advantage of an institution, as the 
p-value of 0.00 is less than the significant value of 
0.05 thereby resulting in the rejection of the null 
hypothesis and the acceptance of the alternative 
hypothesis. This finding is in line with the findings of 
Mathur (2015) in his study on achieving competitive 
advantage through employees in which he outlined 
that employees are a valuable source of sustainable 
competitive advantage and that the success of an 
organization depends on the employee commitment 
towards the organization. Furthermore, the analysis 
showed that there is significant effect of the adoption 
of total quality management practices on competitive 
advantage, as the p-value of 0.00 is less than the 
significant value of 0.05 thereby resulting in the 
rejection of the null hypothesis. This finding is in 
consonance with the findings of Addae-Korankye 
(2013) who found out that the proper implementation 
of total quality management can be a source of 
competitive advantage. This also goes in line with 
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the study of Ganapavarapu and Prathigadapa (2015) 
where it was revealed that total quality management 
activities cause a significant impact on competitive 
advantage of organizations in global businesses. 
Finally, the result of the analysis also showed that 
total quality management adoption and employee 
commitment significantly affects the competitive 
advantage as the p-value of 0.00 is higher than the 
significant value of 0.05 thereby resulting in the 
acceptance of the null hypothesis and the rejection of 
the alternative hypothesis.
5. Conclusion and 
recommendations
The following conclusions have been drawn based on 
the findings of this study and the test of hypotheses.
a. The adoption of total quality management 
practices in an institution has a tremendous 
impact on employee commitment. This means 
that institutions that embrace TQM practices will 
have employees that are highly committed to the 
organization.
b. Also, it is concluded that employee commitment 
is an important determinant on the competitive 
advantage of an institution. This goes on to say 
that committed employees will be more than 
willing to increase productivity which will in 
turn lead to competitive advantage.
c. Furthermore, it was established that the adoption 
of total quality management practices is another 
important predictor of the competitive advantage 
of an institution. This means that proper adoption 
of TQM practices will enable organizations 
operate at a more competitive level by increasing 
quality, minimizing cost and satisfying customers.
d. Finally, it was concluded that the adoption of total 
quality management practices and the employee 
commitment has an influence on the competitive 
advantage of an institution. The combination of 
proper adoption and implementation of TQM 
practices and employee commitment in an 
organization can strengthen an organization’s 
competitiveness.
5.1. Recommendations
The following recommendations have been proffered 
for better decision making and consideration for the 
purpose of improving better performance from the 
conclusions of the study.
a. This study has established that employee 
commitment is an important determinant on 
the competitive advantage of an institution; 
therefore, the management should introduce 
total quality programs with dimensions such 
as employee empowerment, training and 
continuous improvement into the system. 
This will enable employees to have adequate 
knowledge of their duties and responsibilities 
which will in turn increase their motivation 
to work, and to be actively involved towards 
achieving organizational goals leading to overall 
performance and competitive advantage.
b. Furthermore, from the conclusion that the 
adoption of total quality management practices 
in an institution tremendously impact employee 
commitment, TQM dimensions such as top 
management commitment and employee 
involvement should be put in place. Employees 
will be motivated to work by knowing that the 
organization is concerned about them.
c. The management should create an inclusive 
communication environment and educate 
the employees on working as a team to make 
them aware that the success of an organization 
depends on them working as a whole and not in 
isolation.
d. Also, the government, the National University 
Commission (NUC) as well as the governing 
councils in each institution should put in place 
policies that will allow institutions focus more 
on TQM measures and most importantly, provide 
funding for TQM based quality improvement 
programs.
e. The governing councils in each institution 
should also endeavor to choose the right leaders 
in top management positions as it is only the 
right leaders that can generate as well as trigger 
commitment from employees.
f. In addition, the top management leaders should 
have the understanding that the pursuit for 
quality efforts through the adoption of total 
quality management practices do result in a 
great level of employee commitment which 
correlates to competitive advantage.
g. Furthermore, there should be a department in 
charge of TQM and if possible sub-units in every 
faculty in order to cultivate a TQM culture and 
to make all the employees quality conscious and 
customer focused.
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h. Employees should regularly interact with their 
customers (students) giving them advice and 
always willing to assist them.
i. Also, avenues to receive feedback and complaints 
from customers should be put in place. This will 
enhance the performance of employees and make 
them more competitive.
j. Benchmarking measures should also be put in 
place in order to compare performance with the 
best in the field with the aim of improving mode 
of operations.
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